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Chapter 1
Introduction

1–1. Purpose
This pamphlet provides Department of the Army position classifica-
t i o n  g u i d a n c e  t h a t  s u p p l e m e n t s  P o s i t i o n  C l a s s i f i c a t i o n  a n d  J o b
G r a d i n g  s t a n d a r d s  i s s u e d  b y  t h e  O f f i c e  o f  P e r s o n n e l
Management.The purpose of this guidance is to ensure consistent
application of OPM standards throughout the Army. Use of this
guidance is discussed in AR 690–500.

1–2. References
AR 690–500 chap 511 (Classification under the General Schedule)
is a required publication. (Cited in para 1–1.)

1–3. Explanation of abbreviations
Abbreviations used in this pamphlet are explained in the glossary.

Chapter 2
GS–510 Accounting Series

2–1. Purpose
This is a Department of the Army interpretive supplement to the
OPM position classification standard for the GS–510 Accounting
Series. The GS–510 standard is not written in a manner that affords
easy application to all Department of the Army positions. The guid-
ance in paragraphs 2–2 and 2–3 has been developed to assist in the
evaluation of professional accounting positions at the direct operat-
ing level.

2–2. Grade level criteria
The evaluation guidance below applies to accounting positions at
the direct operating level. A basic assumption is drawn that the
installation’s accounting program operates through a Finance and
Accounting Office (F&AO), according to AR 37–101 for appropri-
a t e d  f u n d  a c c o u n t i n g  a n d  t h r o u g h  a  C e n t r a l  A c c o u n t i n g  O f f i c e
(CAO), according to AR 215–5 for nonappropriated fund account-
ing. The principles discussed herein will be most useful in evaluat-
i n g  t h r e e  t y p e s  o f  c o m m o n  A r m y  a c c o u n t i n g  p o s i t i o n s ;  t h e
I n s t a l l a t i o n  A c c o u n t a n t ,  t h e  C h i e f ,  A c c o u n t i n g  B r a n c h  o f  t h e
F&AO, and the Chief, CAO.

a. Items of special difficulty.
(1) Item a, participation in management. Crediting participation

in the management of operating programs as described for item a
requires that a distinction be drawn between pure accounting advice
and actual participation in the management decision–making proc-
ess. Providing advice on responsibilities to comply with law and
Army regulations on accounting matters or discussing actions to
prevent accounting violations, alone, is not sufficient to allow credit.
This type of advisory service is not creditable due to the inherent
accounting advisory role found in most accountant positions. How-
ever, the vital role that accounting data and analysis can play in
making management decisions often provides the accountant with
t h e  o p p o r t u n i t y  ( a n d  s o m e t i m e s  t h e  n e e d )  t o  p a r t i c i p a t e  i n  t h e
broader management decision making process. Some indicators of
creditable management participation would include: regular meet-
ings with activity directors (for example, Director of Engineering
and Housing, Director of Logistics) to advise on operating pro-
grams, including methods to improve resource utilization; active
participation in Program Budget Advisory Committee (PBAC) meet-
ings, or in Nonappropriated Fund Council meetings; involvement in
year–end fund prioritization; advice to activity directors based on
analysis of year–to–year expenditure data; and, advice on implemen-
tation of Government–wide programs, such as cash management,
debt management, and cost minimization programs. These examples
are intended to illustrate the kind of participation discussed under
item a; however, positions should not be credited with that item
based on matching one or more of the examples. Instead, crediting

item a must be based on a thorough analysis and conclusion that a
position fully meets the intent of the criteria in the standard.

(2) Item f, number of basic operating programs. This guidance is
tailored to the accounting structures typically found at FORSCOM
and TRADOC installations. However, the principles of recognizing
accounting functions and their associated automated systems may be
useful in determining the appropriateness of crediting item f for
GS–510 positions at other Army installations.

(a) The GS–510 standard allows for separate credit of a basic
operating program when it requires a specialized and individualized
accounting system and specialized accounting treatment. Since the
publication of the GS–510 standard, the majority of the accounting
functions performed at the direct operating level have been incorpo-
rated into automated financial management systems. These systems
may be either Army–wide systems, or major command (MACOM)
a n d  i n s t a l l a t i o n  l e v e l  s y s t e m s  d e v e l o p e d  t o  p e r f o r m  f i n a n c i a l
processes which currently are not performed by an Army–wide
s y s t e m .  I n s t a l l a t i o n  a c c o u n t i n g  f u n c t i o n s  w i t h i n  T R A D O C  a n d
FORSCOM typically use three Army–wide accounting systems—
Standard Financial System (STANFINS), Standard Army Financial
Inventory Accounting and Reporting System (STARFIARS), and
N o n a p p r o p r i a t e d  F u n d  I n f o r m a t i o n  S t a n d a r d  S y s t e m  ( N A F I S S ) .
E a c h  o f  t h e s e  s y s t e m s  r e q u i r e s  d i s t i n c t  s p e c i a l i z e d  a c c o u n t i n g
knowledges and treatments corresponding to the operating programs
it supports. Therefore, creditable under item f as separate programs
are: Consumer funds accounting (STANFINS); installation stock
fund accounting (STARFIARS); nonappropriated fund accounting
(NAFISS), Troop Support Agency stock fund accounting (STAN-
FINS–BASOPS); Designated Reserve Processing Office (DREPO)
accounting (STANFINS, as supported by the Annual Training, Ac-
t i v e  D u t y  T r a i n i n g  M a n a g e m e n t  a n d  A c c o u n t i n g  S u b s y s t e m
(AMAS)); and Multiple Disbursing Station Symbol Number (DSSN)
p r o c e s s i n g  ( S T A N F I N S ) .  T h e  i n s t a l l a t i o n ’ s  a c c o u n t i n g  f u n c t i o n s
may also utilize one or more MACOM or installation level systems.
These MACOM or installation level systems will not necessarily
count as separate basic operating programs under item f. In order to
be creditable, a MACOM or installation system must be determined
to require distinct specialized accounting knowledges and treatments
comparable to those required by one of the DA–wide systems men-
tioned above.

(b) Not all accounting positions at an installation will be involved
with all systems. The classifier must determine with which sys-
tem(s) a particular accountant is involved. Although this must be a
case–by–case decision, the following situations are characteristic of
common installation accounting positions.

1. The Installation Accountant has responsibility for the design
and adaptation of local unique systems, implementation of systems
developed at higher headquarters, and monitoring the automated
systems which support the accounting mission. To perform these
accounting functions the Installation Accountant will typically have
knowledge of and involvement with STANFINS, STARFIARS, and
in some cases NAFISS, as well as related financial systems (for
example, the Standard Army Civilian Pay System (STARCIPS))
which have an impact on the accounting process. Additionally, the
Installation Accountant may be involved with one or more of the
other Army systems discussed above and/or a variety of MACOM
or local automated accounting systems that are used in accomplish-
ing specialized treatment of financial data and in performing some
accounting aspects that are not presently done with an Army–wide
standard financial system.

2. The Chief of the Accounting Division/Branch is responsible
for the day–to–day appropriated funds accounting of the installation
and for those organizations for which accounting services are per-
formed. This will typically require knowledge of and involvement
with two Army–wide accounting systems (STANFINS and STAR-
FIARS), and also may require involvement with the other systems
discussed for the Installation Accountant (excluding NAFISS).

3. The Chief of the CAO is responsible for the day–to–day ac-
counting for the nonappropriated fund (NAF) instrumentalities serv-
iced. Accounting transactions pertaining to NAF must be completely
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independent of those pertaining to appropriated funds. This work
requires knowledge of and involvement with NAFISS.

b .  S i z e  o f  t h e  o r g a n i z a t i o n  f o r  w h i c h  a c c o u n t i n g  s e r v i c e  i s
provided.

(1) Accounting services provided by the Installation Accountant
and Chief, Accounting Branch. The size of the organization for
which accounting service is provided must be determined on a
case–by–case basis. However, some general guidelines are provided
below to assist in this decision.

(a) Garrison strength. The total military and civilian personnel
strength authorized on an installation is always creditable. The count
under this element may be derived through a review of the installa-
tion’s table of distribution and allowances (TDA).

(b) Tenant and satellite activities. The total authorized military
and civilian personnel of a tenant or satellite activity is creditable if
the activity is dependent upon the host installation’s F&AO for all
accounting service. As an example of satellite activities not depend-
ent on the host installation, National Guard units receive primary
accounting service from their respective U.S. Property and Fiscal
Offices, and therefore should not be credited.

(c) Military in training status. Students receiving a permanent
change of station (PCS) to an installation where training is provided
may be added to the population count; however, those students at
the training on temporary duty (TDY) are not creditable. The reason
for this determination is that PCS students are inprocessed by the
installation’s F&A and are treated as normal installation pay ac-
counts requiring full accounting service. Those students at the in-
s t a l l a t i o n  o n  T D Y  r e m a i n  w i t h i n  t h e  j u r i s d i c t i o n  o f  t h e  p a r e n t
installation F&AO that sent them TDY. A yearly average should be
taken of the creditable student population to provide for seasonal
fluctuations.

(d) Reservists. Specific F&AOs are designated to provide ac-
counting support for Reserve units. Creditable strength for offices
providing accounting support for the Operation and Maintenance,
Army Reserve (OMAR) appropriation will be computed by giving
full credit for civilians and Reservists in an active status. Creditable
strength for those offices accounting for the Reserve Pay Army
a p p r o p r i a t i o n  ( D R E P O s )  w i l l  b e  d e t e r m i n e d  b y  c o m p u t i n g  t h e
full–time equivalency of the Reservists assigned to the units serv-
iced (counting only those periods in which they are in a pay status).

(e) Table(s) of organization and equipment(TOE) units. The per-
sonnel assigned to tenant TOE organizations are creditable to the
F&AO that provides their accounting support, even though these
organizations may receive their pay and travel support from a Class
B Agent, Forward Support Team, or Finance Service Company.
Army field finance and accounting operations are organizationally
layered to prevent the overlapping of services provided and the
operation of a financial organization larger than necessary for per-
formance of mission essential services. In order to comply with this
type of structure, Class B Activities, Forward Support Teams, or
Finance Services Companies may perform financial services that
range from the disbursement and receipt of funds to the performance
o f  a l l  f i n a n c i a l  s e r v i c e s  e x c l u d i n g  r e l a t e d  a c c o u n t i n g  f u n c t i o n s .
However, these smaller financial units rely on the servicing F&AO
to provide accounting services in their behalf. Consequently, the
TOE organization should be credited in evaluating the size factor.

(2) Accounting services provided by CAOs. The size of the or-
ganization for which the CAO provides accounting service will be
evaluated by applying the size designation criteria in the OPM
standard, considering the number of NAF employees in the serviced
organizations.

(3) Size designations. The size designations in the standard are
defined in terms of the upper limit for each category. A position
should be credited with a particular category only if it significantly
exceeds the limit for the next lower category. In particular, credit
for the Very Large category would be appropriate only if the upper
limit for Large is exceeded by approximately 10,000 or more.

2–3. Specializations and titles
The appropriate specialization and title for each position must be

determined based on a detailed comparison with the introduction to
the applicable part in the standard. Normally, the Installation Ac-
countant will be classifiable as a Systems Accountant under Part IV,
and the Chief, Accounting Branch will be classifiable as an Operat-
ing Accountant under Part III. The classification of the Chief, Cen-
tral Accounting Office will depend on the local assignment of duties
and responsibilities. In those instances where the Installation Ac-
countant provides NAF accounting policy and systems expertise, or
where the Finance and Accounting Officer significantly limits the
independence of the CAO Chief, the CAO position is classifiable as
an Operating Account under Part III. In the absence of such con-
straints, CAO positions that are determined to meet fully the in-
tended coverage of Part VI, Accounting Officer, as discussed on
pages 93–96 of the OPM standard, are classifiable as Accounting
Officer.

2–4. Definitions
a. Class B activity. A unit that receives and disburses funds based

on authorization from a F&AO. Class B activities are typically
established to perform services for units that are physically located
away from the main F&AO as well as taking care of a large volume
of transactions that cannot be handled at the main office.

b. Finance service company. A small finance unit assigned to a
tactical or mobile unit to provide basic financial assistance. All
accounting work is performed by the host F&AO at the installation
to which the deployable unit is assigned.

c. Forward support team. A unit which provides limited financial
services to a small installation or activity. The processing of paper-
work generated is usually performed at the parent F&AO.

d. Installation system. An automated system designed and imple-
mented at an installation to accomplish management requirements
unique to the installation.

e. MACOM system. An automated system which supplements a
major automated system which does not provide the individualized
aspects required by an installation or MACOM.

f. Nonappropriated Fund Information Standard System (NAFISS).
A uniform automated accounting and reporting system for all non-
appropriated funds serviced by the CAO.

g. Satellite. A unit or activity which is not a tenant, but which is
dependent upon a designated installation for specified support, either
as assigned by higher authority or through a mutually developed
written support agreement.

h. Standard Army Civilian Pay System(STARCIPS). The Army’s
standard system for civilian pay and leave accounting.

i. Standard Army Financial Inventory Accounting and Reporting
System (STARFIARS). The Army’s standard accounting system for
processing supply and related financial transactions for retail level
inventories.

j .  S t a n d a r d  F i n a n c i a l  S y s t e m  ( S T A N F I N S ) .  A  s t a n d a r d  A r m y
management information system used as a primary accounting sys-
t e m  a t  t h e  i n s t a l l a t i o n  l e v e l  f o r  a p p r o p r i a t e d  f u n d  a c c o u n t i n g
reports.

2–5. References for GS–510 Accounting Series
a. AR 37–101, Organization and Functions of Finance and Ac-

c o u n t i n g  O f f i c e s ,  p r o v i d e s  o r g a n i z a t i o n a l  d e f i n i t i o n s ,  i d e n t i f y i n g
typical functions associated with a specific type of financial activity.
AR 37–101 refers to finance services for mobile and tactical units.

b. AR 37–103, Finance and Accounting for Installation Disburs-
ing Operations, discusses responsibilities associated with financial
activities that perform disbursing functions relying on another activ-
ity to perform the related accounting functions.

c. AR 140–40, Army Reserve Logistics Policies for Support,
identifies responsibilities that host installations have in support of
Reservists and Reserve activities.

d .  A R  2 1 5 – 5 ,  N o n a p p r o p r i a t e d  F u n d  A c c o u n t i n g  P o l i c y  a n d
Reporting Procedures, provides an explanation of NAF accounting
policy and procedures and operation of a Central Accounting Office.

2 DA PAM 690–45 • 19 March 1990



Chapter 3
GS–560 Budget Analysis Series

3–1. Purpose
This chapter provides interpretive guidance on application of the
OPM GS–560 series standard to Army positions, along with two
benchmark job descriptions.

a. Each position must be carefully analyzed and evaluated and a
particular factor level may be credited only if it fully meets the
overall intent of the level. For example, factor levels 1–7, can be
assigned at an organizational echelon lower or outside the Budget
Office, as well as in the Budget Office. While budget analysts in
both organizations are dealing with the same funds in many in-
stances, it is from different perspectives and purposes. The work
performed from these different perspectives may well require the
same or similar level knowledges.

b. For purposes of applying the GS–560 standard within Army,
Comptroller of the Army has defined a “national program” as “a
line item having separate visibility in the budget of the United
States Government or the supporting budget justification books sub-
mitted to Congress.” Under this definition, each MACOM HQ and
some installations will have national program responsibility. When
relating this definition to GS–560 jobs, a general guide should be
that the incumbent of a position must have significant impact on or
responsibility for approximately one–half of the budget line item or
sixty and one–half million dollars ($60.5 million) of the budget line
item, whichever is less.

3–2. Factor 1—Knowledge required by the position
Factor level 1–8 describes budgetary responsibilities for substantive
national programs and services. In the DA, the potential for a
Budget Analyst to function at this expert level on substantive pro-
grams is evident at HQDA, MACOMs, and major components of
large and complex MACOMs, e.g., AMC subcommands, Corps Di-
visions, and V & VII Corps in USAREUR. Budget Officers with
national program responsibility i.e., “significant impact on a line
item having separate visibility in the budget of the U.S. or the
supporting budget justification books submitted to Congress” may
be credited with factor level 1–8 if their overall responsibilities
equate to this level. Budget Officers at TRADOC and FORSCOM
installations having the combination of responsibilities depicted in
the benchmark position description may be credited with factor level
1–8. Installations will not credit factor level 1–8 for Budget Officers
without prior approval of MACOM HQ.

3–3. Factor 2—Supervisory controls
Factor level 2–5 recognizes independent performance of work under
broad administrative direction. Results of work are considered as
technically authoritative and normally accepted without significant

change. This kind and level of supervisory control is typically exer-
cised over the work of an employee who is responsible for, and
expert in, all phases and methods of budgeting for substantive na-
tional programs.

3–4. Factor 3—Guidelines
a. Factor level 3–4 involves the need for developing new guide-

lines or adapting existing ones to meet budget situations of broad
scope which are not specifically or clearly covered by available
guidance. This level may apply at MACOM and subcommand head-
quarters, and at installations with substantive national programs. It
may be recognized at the large installations which meet criteria for
assignments of factor level 1–8 for Budget Officers. Consultation
with MACOM HQ may be appropriate before assignment of this
factor level.

b. Factor level 3–5 reflects responsibility for functioning as a
recognized technical authority on the development and interpretation
of budgetary guidelines, policies, legislation and regulations cover-
ing substantive national programs. Guidelines are nonspecific and
require a high level of expertise in interpreting available guidance
and developing policies. This level clearly applies to HQDA and for
officers at MACOM HQ who have to interpret nonspecific guide-
lines and develop policies.

3–5. Factor 4—Complexity
a. Factor level 4–5 involves a level of difficulty and complexity

normally associated with a program of the size and scope found at
MACOM and subcommand level. Budget Officer positions meeting
factor level 1–8 criteria may be credited with factor level 4–5
expertise if they meet criteria in the OPM standard and the HQDA
benchmark (fig 3–1).

b. Factor level 4–6 involves a level of complexity and responsi-
bility which would be normally found only at HQDA or MACOM
HQ.

3–6. Benchmark job descriptions
The following are two benchmark job descriptions that reflect credit
for key factor levels that have caused difficulty in the application of
the GS–560 standard.

a. Budget Officer job at an installation with significant responsi-
b i l i t y  f o r  s u b s t a n t i v e  n a t i o n a l  p r o g r a m s  ( f i g  3 – 1 ) .  T h e  P o s i t i o n
Evaluation Statement and supporting rationale are shown at figure
3–2.

b. Budget Analyst job with a high degree of involvement in
b u d g e t i n g  f o r  R e s e a r c h ,  D e v e l o p m e n t ,  T e s t ,  a n d  E v a l u a t i o n  f o r
highly complex weapon systems (fig 3–3). The Position Evaluation
Statement is at figure 3–4.
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Figure 3-1. Budget Officer, GM–560–13
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Figure 3-1. Budget Officer, GM–560–13—Continued
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Figure 3-1. Budget Officer, GM–560–13—Continued
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Figure 3-1. Budget Officer, GM–560–13—Continued

7DA PAM 690–45 • 19 March 1990



Figure 3-1. Budget Officer, GM–560–13—Continued
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Figure 3-2. DA Evaluation Statement
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Figure 3-2. DA Evaluation Statement—Continued
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Figure 3-2. DA Evaluation Statement—Continued
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Figure 3-2. DA Evaluation Statement—Continued
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Figure 3-3. Budget Analyst, GS–560–12
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Figure 3-3. Budget Analyst, GS–560–12—Continued
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Figure 3-3. Budget Analyst, GS–560–12—Continued
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Figure 3-3. Budget Analyst, GS–560–12—Continued
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Figure 3-3. Budget Analyst, GS–560–12—Continued
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Figure 3-3. Budget Analyst, GS–560–12—Continued
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Figure 3-3. Budget Analyst, GS–560–12—Continued
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Figure 3-4. DA Evaluation Statement
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Chapter 4
GS–1173 Housing Management Series

4–1. General
This chapter consists of three representative Housing Manager job
descriptions that were submitted to OPM for advisory opinions, and
the resulting OPM evaluation analyses. These jobs should be con-
sidered the equivalent of FES benchmarks. Note that substantially
all of the situational or environmental elements discussed in the
OPM advisory opinions must be present to support positions at the
grades shown.

4–2. Benchmark job descriptions
a. Figure 4–1 is a senior Housing Manager job at a large CONUS

installation. Figure 4–2 is the DA Position Evaluation Statement
with supporting rationale, and figure 4–3 is the OPM advisory
opinion.

b. Figure 4–4 is a senior Housing Manager job at an OCONUS
installation. Figure 4–5 is the DA Position Evaluation Statement,
and figure 4–6 is the OPM advisory opinion.

c. Figure 4–7 is a senior Housing Manager job at a major sub-
command of U.S. Army Europe and Seventh Army. Figure 4–8 is
the DA Position Evaluation Statement with supporting rationale, and
figure 4–9 is the OPM advisory opinion.
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Figure 4-1. JN1, Housing Manager, GM–1173–13
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Figure 4-1. JN1, Housing Manager, GM–1173–13—Continued
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Figure 4-1. JN1, Housing Manager, GM–1173–13—Continued
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Figure 4-1. JN1, Housing Manager, GM–1173–13—Continued
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Figure 4-1. JN1, Housing Manager, GM–1173–13—Continued
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Figure 4-2. DA Evaluation Statement—JN1
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Figure 4-2. DA Evaluation Statement—JN1—Continued
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Figure 4-3. OPM Advisory Opinion—JN1
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Figure 4-3. OPM Advisory Opinion—JN1—Continued

30 DA PAM 690–45 • 19 March 1990



Figure 4-3. OPM Advisory Opinion—JN1—Continued
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Figure 4-3. OPM Advisory Opinion—JN1—Continued
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Figure 4-3. OPM Advisory Opinion—JN1—Continued
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Figure 4-4. JN2, Housing Manager, GM–1173–13
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Figure 4-4. JN2, Housing Manager, GM–1173–13—Continued
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Figure 4-4. JN2, Housing Manager, GM–1173–13—Continued
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Figure 4-4. JN2, Housing Manager, GM–1173–13—Continued
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Figure 4-4. JN2, Housing Manager, GM–1173–13—Continued
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Figure 4-4. JN2, Housing Manager, GM–1173–13—Continued
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Figure 4-5. DA Evaluation Statement—JN2
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Figure 4-6. Advisory Opinion—JN2
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Figure 4-6. OPM Advisory Opinion—JN2—Continued
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Figure 4-6. OPM Advisory Opinion—JN2—Continued
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Figure 4-6. OPM Advisory Opinion—JN2—Continued
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Figure 4-6. OPM Advisory Opinion—JN2—Continued
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Figure 4-7. JN3, Housing Manager, GM–1173–14
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Figure 4-7. JN3, Housing Manager, GM–1173–14—Continued
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Figure 4-7. JN3, Housing Manager, GM–1173–14—Continued
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Figure 4-7. JN3, Housing Manager, GM–1173–14—Continued
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Figure 4-8. DA Evaluation Statement—JN3
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Figure 4-8. DA Evaluation Statement—JN3—Continued
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Figure 4-8. DA Evaluation Statement—JN3—Continued
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Figure 4-8. DA Evaluation Statement—JN3—Continued
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Figure 4-9. OPM Advisory Opinion—JN3
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Figure 4-9. OPM Advisory Opinion—JN3—Continued
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Chapter 5
Directorate of Engineering and Housing Division
Chief Positions at Installation Level

5–1. Contents
This chapter provides sample job descriptions and OPM evaluations
for four professional engineering division chief positions in the
Directorate of Engineering and Housing at installation level.

a. A sample job description for the position as Chief, Utilities
D i v i s i o n ,  i s  a t  f i g u r e  5 – 1 .  F i g u r e  5 – 2  i s  t h e  O P M  P o s i t i o n
Evaluation.

b. A sample job description for the position of Chief, Building
and Grounds Division, is at figure 5–3. Figure 5–4 is the OPM
Position Evaluation.

c. A sample job description for the position of Chief, Engineering
Resources Management Division, is at figure 5–5.Figure 5–6 is the
OPM Position Evaluation.

d. A sample job description for the position of Chief, Engineer-
ing Plans and Services Division, is at figure 5–7.Figure 5–8 is the
OPM Position Evaluation.

5–2. Grade evaluation criteria
Due to their mixed nature (engineering, and management and direc-
tion of a large program), the absence of a clearly applicable stand-
a r d ,  a n d  t h e i r  i m p o r t a n c e  i n  m e e t i n g  t h e  o b j e c t i v e s  o f  t h e
installation Facilities Engineering Program, classification assistance
was requested from OPM. In response, the Department of the Army
was advised that when the jobs exercise professional engineering
and managerial skills as described in an organizational setting of the
magnitude and scope depicted by the quantitative (statistical) mate-
rial shown, the positions are classifiable as professional engineers at
grade GS–13.

a. The larger DEH organizations have a potential for having the
Chief, Buildings and Grounds (B&G) Division; Chief, Utilities Di-
vision; Chief, Engineering Resources Management (ERM) Division;
and Chief, Engineering Plans and Services (EP&S) Division meet
the criteria in this chapter. Eligibility for its use will be directly
dependent upon the position(s) requiring professional engineering
knowledges to perform the broad management type responsibilities
shown (except for the Chief, EP&S, which is evaluated by the
Supervisory Grade–Evaluation Guide).

(1) Statistical type data are not absolute quantities. Any deviation
below the quantities shown, however, will be carefully considered
and the extent to which their deviation(s) affect the final grade will
be documented in the evaluation statement. The prime quantitative
factors are population served, size of budget, square feet of floor
space, and for the Utilities and B&G positions, the number of
employees supervised. Prime to the EP&S position is the degree of
supervision, pay category, and grade level of positions supervised.
If, in the evaluation of an individual position, one of these prime
statistical factors falls not more than approximately 10 percent short
of the criteria, consideration should be given as to whether that

factor is offset by an overage in another of the above prime factors,
or by significant overages in a large majority of the remainder of the
quantitive factors, using sound classification judgment. Also due
consideration and credit must be given to the effect of any “contrac-
ting out”on the evaluation of a position.

(2) This chapter is intended for use where management has as-
signed duties and responsibilities having the scope and complexity,
as described in the sample position descriptions and OPM evalua-
tions. It is possible that while the magnitude and scope (statistical
data) are present, the assignment of professional engineering and
management responsibilities may be such that any one or more of
the Division Chief positions for B&G, Utilities, or ERM, could not
be evaluated by this guide. It is also possible for professional en-
gineering and management responsibilities to be present, but the
absence of meeting the statistical requirements (scope) will preclude
application of the guide to one or more of these three positions.
Quantitative data to be used in evaluating position responsibilities
will be that contained in the most recent FY year–end Technical
Data Report (RCS ENG–94 (R–9)).

b. Some of the OPM Important Position Information is consid-
ered to require explanation. The work force being directed (B&G,
Utilities, or ERM), while consisting primarily of trades and crafts
employees, normally includes the direction of subordinate branches
h e a d e d  b y  p r o f e s s i o n a l  e n g i n e e r s  a n d / o r  s u b p r o g r a m s  r e q u i r i n g
professional positions as would be engaged in, for example, ecolo-
gy, pollution control, forestry, fish and wildlife, etc. A minimum of
one subordinate professional position (i.e., graduate or registered
engineer) must exist in order to support evaluation of the Division
Chief position to the GS–13 level. Further, the supporting profes-
s i o n a l  e n g i n e e r i n g  p o s i t i o n  m u s t  d e m o n s t r a t e  t h e  a p p l i c a t i o n  o f
professional skills and knowledges for at least a majority of the time
to continue allocation of the Division Chief to GS–13.

c. The kinds of facilities engineering services which are regularly
extended to off–base facilities would include, for example, Army
Reserve Centers, off–post housing, training and test facilities, and
recreation areas. While it is expected the larger installations for
which this guide is applicable, will encompass several hundred
buildings, the word “buildings” should be interpreted as including
all categories of structures/facilities on the installation Real Property
Records, for which planning and maintenance must be done.

5–3. Borderline cases
Cases where one of the primary quantitative criteria is deficient by
an amount exceeding 10 percent, but which can possibly be com-
pensated for by significant overages in the other primary quantita-
tive criteria, should be submitted to the Commander, PERSCOM,
( T A P C – C P F – P ) ,  A l e x a n d r i a ,  V A  2 2 3 3 2 – 0 3 6 0 ,  f o r  g r a d e
determination.
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Figure 5-1. Chief, Utilities Division
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Figure 5-1. Chief, Utilities Division—Continued
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Figure 5-1. Chief, Utilities Division—Continued
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Figure 5-2. OPM Position Evaluation—Utilities Division
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Figure 5-2. OPM Position Evaluation—Utilities Division—Continued
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Figure 5-2. OPM Position Evaluation—Utilities Division—Continued
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Figure 5-2. OPM Position Evaluation—Utilities Division—Continued
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Figure 5-3. Chief, Buildings and Grounds Division
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Figure 5-3. Chief, Buildings and Grounds Division—Continued

65DA PAM 690–45 • 19 March 1990



Figure 5-4. OPM Position Evaluation—B&G Division
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Figure 5-4. OPM Position Evaluation—B&G Division—Continued
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Figure 5-4. OPM Position Evaluation—B&G Division—Continued

68 DA PAM 690–45 • 19 March 1990



Figure 5-4. OPM Position Evaluation—B&G Division—Continued
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Figure 5-5. Chief, Engineering Resources Management Division
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Figure 5-5. Chief, Engineering Resources Management Division—Continued
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Figure 5-5. Chief, Engineering Resources Management Division—Continued
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Figure 5-6. OPM Position Evaluation—CERMD
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Figure 5-6. OPM Position Evaluation—CERMD—Continued
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Figure 5-6. OPM Position Evaluation—CERMD—Continued
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Figure 5-6. OPM Position Evaluation—CERMD—Continued
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Figure 5-7. Chief, Engineering Plans and Services Division
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Figure 5-7. Chief, Engineering Plans and Services Division—Continued
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Figure 5-8. OPM Position Evaluation—EP&S Division
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Chapter 6
Commercial Activities—Related Positions

6–1. Background
HQDA has conducted a study of positions performing functions that
a r e  i d e n t i f i e d  a s  G o v e r n m e n t a l – i n – n a t u r e  ( G I N ) ,  t h a t  i s ,  n o n -
–contractible when work in a functional area is performed by con-
tract. The scope of the study included both those positions that
perform the residual (in–house) program management responsibili-
ties for contracted operations, as well as positions of Quality Assur-
ance Evaluators (QAE) and Contracting Officer’s Representatives
(COR).

a. One of the initial steps in the study involved reviewing job
descriptions, evaluation statements, and other pertinent material con-
cerning representative contracted situations in a variety of functions.
Based on this review, it was determined that it would be impractica-
ble to develop guidance specifically addressing all such situations
due to the wide range of functions and occupations involved. As a
result, two kinds of jobs were selected to be reviewed in detail:
Housing Manager and Visual Information (VI) Manager positions.
This detailed review involved onsite interviews with the incumbents
of such jobs at several installations. The purpose of this portion of
the study was to determine the proper grades for program manager
positions, and in particular to determine whether the grade of the
positions would necessarily change due to program operations being
converted to contract.

b. Housing Manager and VI Manager jobs were selected for
in–depth analysis in part because they represent the two possible
classification approaches that may be required for residual manag-
ers. In the case of Housing Manager positions, the classification
standard for the GS–1173 Housing Management Series specifically
discusses housing program management responsibilities, and there-
fore applies directly to the residual management functions in a
contracted situation. On the other hand, there is no comparable
standard for VI Manager positions that specifically addresses their
program management responsibilities, requiring that an appropriate
standard be identified for cross–series comparison. The results of
this study, consisting of an evaluation rationale for these two kinds
of positions, are discussed in the following paragraphs.

6–2. Housing manager positions
a. For any installation housing program operating in a contract

mode, certain housing management functions are identified as GIN.
As a result, the Housing Manager continues to perform these GIN
functions, in additions to monitoring the performance of the contrac-
tor. The GIN functions include the following:

(1) Reviewing and approving current and long–range programs
for construction, maintenance, and repair of housing assets (includ-
ing annual workplans and 5–year plans).

( 2 )  A s s i g n i n g  p r i o r i t i e s  t o  i n d i v i d u a l  m a i n t e n a n c e  a n d  r e p a i r
projects.

(3) Translating plans and programs into budgetary requirements.
(4) Applying funds and resources to the operation and mainte-

nance of housing facilities.
(5) Directing and approving periodic or scheduled surveys, au-

dits, reviews, and inspections.
(6) Reviewing and certifying recurring and special reports as

required.
(7) Interpreting new policies from higher headquarters, making

decisions on local implementation, and formulating local policy.
(8) Deciding on furnishings priorities and acquisitions.
(9) Serving as representative of the installation housing program

in dealings with local officials and community groups.
(10) Supervising the staff that performs these tasks (if any).
b. On the other hand, the contractor is responsible for performing

such functions as the following:
(1) Assignments and terminations of Government–controlled fa-

cilities (family housing and/or unaccompanied personnel housing).
(2) Preparing recurring and special reports as required.

(3) Maintaining waiting lists or reservation system.
(4) Scheduling and coordinating facilities maintenance.
( 5 )  I d e n t i f y i n g  p o t e n t i a l  m a i n t e n a n c e ,  r e p a i r ,  a n d  c o n s t r u c t i o n

projects for inclusion in the annual and long–range work plans.
(6) Establishing and maintaining a key control system.
(7) Maintaining listings of community housing available off–post.
(8) Conducting requirements surveys.
(9) Maintaining a property control system.
c .  O n  p a g e s  4 – 6  o f  t h e  G S – 1 1 7 3  s t a n d a r d ,  t h e  b a s i c  w o r k

processes involved in the direct management of housing projects
and facilities are detailed. Comparing these work processes with the
GIN functions discussed above indicates that the GIN functions
include substantially all of the key management responsibilities de-
s c r i b e d  a s  c h a r a c t e r i s t i c  o f  t h e  h o u s i n g  p r o j e c t  m a n a g e m e n t
specialization. Similar to the functions described on pages 4–6, the
Housing Manager in a contracted situation is responsible for the
conduct of housing requirements surveys (that is, approving and
analyzing surveys conducted by the contractor and making manage-
ment decisions based on the results), planning for operation, mainte-
nance, repair, alterations, and improvements (by means of approving
the annual and 5–year plans), translation of plans and programs into
financial requirements, control of issue and repair of furnishings
(maintaining property book and making decisions on furnishings
acquisitions), monitoring the assignment and use of housing units,
surveillance of staff, funds, and utility conservation programs, com-
munity and tenant relations, monitoring contractual services per-
formed, and liaison with municipal authorities, local officials, and
community groups. The Housing Manager’s responsibility differs
from the description in the standard in one respect, since the man-
ager is not responsible for supervision of the employees performing
the contracted functions. However, the standard notes that responsi-
bility for housing management functions does not necessarily re-
quire the direct supervision or performance of all assigned tasks by
the Housing Manager. Instead, manager positions usually involve
centralized responsibility for ensuring the good business manage-
ment of agency housing assets. The Housing Manager in a con-
t r a c t e d  s i t u a t i o n  e x e r c i s e s  a  c o m p a r a b l e  r e s p o n s i b i l i t y  f o r
management of housing assets; as discussed above, the manager’s
functional management responsibilities match those described in the
GS–1173 standard.

d. Considering that the management responsibility of a Housing
Manager in a contracted situation does not differ significantly from
the responsibility presumed by the criteria in the GS–1173 standard,
the fact that certain functions have been contracted should not result
in lower evaluation credit for the position in applying the GS–1173
standard. Therefore, given that a position has been properly classi-
fied by use of the current GS–1173 standard, converting housing
functions to contract operations should not result in a lower grade
evaluation for the position.

6–3. Visual Information Manager positions
a. For a Visual Information Support Center (VISC) (formerly the

Training and Audiovisual Support Center) operating in a contract
mode, the non–contractible Government functions performed by the
residual manager would include:

(1) Serving as advisor to the commander and staff on VI matters.
(2) Approving all projects or work requests before submission to

the contractor.
(3) Assigning relative priorities to work requests and adjusting

priorities based on workload considerations.
(4) Advising serviced organizations on the appropriate media and

media mix for specific projects.
( 5 )  C o o r d i n a t i n g ,  v a l i d a t i n g ,  a n d  a p p r o v i n g  a n n u a l  a n d

long–range plans for acquiring visual information equipment.
(6) Budgeting for VISC activities.
(7) Reviewing and approving reports prepared by the contractor.
(8) Monitoring contractor performance (including review of proj-

ect plans (particularly television productions) to ensure that the
proper and most cost effective approaches are used.
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(9) Planning for new or additional workload outside the scope of
the contract and determining the resources required for such work.

(10) Interpreting new policies from higher headquarters and mak-
ing decisions on local implementation.

(11) Formulating local VI directives and guidance.
(12) Supervising the staff that performs these tasks (if any).
b. Similar to Housing Manager positions, VI Managers perform-

ing the duties outlined above retain substantially full program man-
a g e m e n t  r e s p o n s i b i l i t y  a f t e r  p r o g r a m  o p e r a t i o n s  h a v e  b e e n
converted to contract. In contrast to Housing Manager positions,
however, there is not a directly applicable classification standard
that addresses the VI program management responsibility. In such a
case, the guidance from OPM (contained in Classification Principles
and Policies pamphlet, Personnel Management Series No. 16) is that
the standard selected for comparison should be for a series as simi-
lar as possible to the position being evaluated with respect to: the
kind of work process, functions or subject matter of work per-
formed, the qualification requirements of the work, the level of
difficulty and responsibility, and the combination of classification
factors which have the greatest influence on grade level.

c. Using these criteria, a number of managerial standards have
been considered for use in evaluating VI program management
r e s p o n s i b i l i t i e s ,  i n c l u d i n g  s t a n d a r d s  f o r  t h e  G S – 3 4 2 ,  G S – 1 0 3 5 ,
GS–1601, GS–1654, and GS–2003 series. However, in every in-
stance these standards are different from VI Manager positions in
terms of both the subject matter of the work and the identified
classification factors to be useful for cross–series comparison. In-
stead, a standard for one of the constituent functions within the
VISC, the GS–1071 Audio–Visual Production Series, is most nearly
related to VI Manager positions in terms of the four criteria cited
above. Clearly, VI Manager positions are similar to GS–1071 posi-
tions with respect to the subject matter of work performed and the
qualifications requirements (although the VI Manager is somewhat
broader in terms of both). Further, the level of difficulty and respon-
sibility of work found in the GS–1071 series is comparable to that
found in VI Manager positions. Of considerable significance is the
fact that the two classification factors in the GS–1071 series stand-
ard, Type of Production and Nature of the Work, can be directly
related to VISC work. As a general rule, the GS–1071 work per-
formed in a VISC at least matches if not exceeds the grade level of
the other technical work performed (for example, graphics, photog-
raphy). Consequently, one of the two factors in the GS–1071 stand-
ard. The Type of Production factor, is a good measure for the
complexity of the work being directed or managed by the VI Man-
ager. The other factor, Nature of the Work, which considers the
kinds of responsibilities that may be assigned to a position involved
with an audiovisual production, can be used to evaluate the VI
Manager’s responsibility for directing a program.

(1) In applying the Type of Production factor, the type credited
to the VI Manager should be consistent with the type credited for
the GS–1071 positions in the organization before the conversion to
contract operations. Using the criteria for Television Productions,
this results in crediting Type A or B (Type C would not be credita-
ble since productions of that type are used principally for foreign
information purposes).

(2) Under the Nature of the Work factor, the VI Manager would
be properly credited with level IV. For television productions, that
level involves working under the general supervision of an em-
ployee responsible for managing the television production activities
of the agency (in the context of this standard, agency can be inter-
preted as installation). Level IV employees plan the production
within the established budget, approve the script, select actors and
camera crew, approve sets, and direct the production of the televi-
sion program. They assume full responsibility for all aspects of the
television production as it is being recorded for future transmission.
As discussed above, the VI Manager is responsible for similar func-
tions in relation to work performed by the contractor staff. The VI
Manager approves project requests, consults with the requesting
organization on the appropriate media mix, reviews production plans
developed by the contractor (e.g., reviews script, planned use of

stock footage vis–a–vis new material, use of animation and graph-
i c s ) ,  a n d  r e v i e w s  c o m p l e t e d  p r o j e c t s  f o r  t e c h n i c a l  a c c e p t a b i l i t y
based on criteria contained in the contract.The VI Manager position
can be considered to exceed somewhat level IV, since it involves
managing the television production activities of the organization,
while a level IV employee works under the supervision of an em-
ployee having that responsibility. However, the VI Manager respon-
sibility does not involve managing the efforts of several different
television production groups, each of which is led by a level IV
employee. Although the VI Manager responsibility includes several
functions other than television production, the scope of that respon-
sibility is not comparable to managing the efforts of several differ-
ent television production groups. As a result, the VI Manager does
not exceed level IV to an extent that would require granting evalua-
tion credit beyond crediting level IV.

(3) The GS–1071 standard includes a table for converting factor
level assignments to grades. Applying the Grade–Level Table to VI
Manager positions, the combination of level IV with either Type A
or Type B converts to GS–12 or GS–13, respectively. These grades
are typical of most VI Manager positions having responsibility for
an in–house work force. Therefore, it appears that the fact that
certain functions are converted to contract operations should not
result in lower evaluation credit for a VI Manager position (given
that the position has been properly classified previously).

6–4. Classifying other residual manager jobs
Although this study concentrated primarily on Housing Manager
and VI Manager positions, the methodology used in evaluating these
jobs should serve as a precedent for the classification of residual
m a n a g e r s  o f  o t h e r  c o n t r a c t e d  f u n c t i o n s .  S p e c i f i c a l l y ,  s u c h  j o b s
should be classified by means of a standard appropriate for evaluat-
ing their program management responsibilities. As a general rule, it
appears that evaluation of a program manager position by an appro-
priate standard for its technical program management responsibili-
ties should be unaffected by a conversion to contract operations.

6–5. Quality Assurance Evaluator and Contracting
Officer’s Representative positions
The study also addressed the proper series for QAE and COR
p o s i t i o n s .  Q A E  p o s i t i o n s  i n v o l v e  r e v i e w i n g  c o n t r a c t o r  w o r k
processes and products to assure compliance with technical specifi-
cations in the contract. For example, QAE responsibilities in a
Housing organization include reviewing the operation of the billet-
ing reservation and assignment system, the development of state-
ments of nonavailability (which must be signed by a Government
official), the maintenance of the family housing waiting list and
assignment of quarters, and the maintenance of housing referral
listings. In order to render informed judgments on contractor per-
formance in these areas, specific subject matter knowledge of the
housing management function is needed; this indicates that such
positions should be classified to the appropriate subject matter series
(in this case, GS–1173).

a. An alternative considered was the GS–1910, Quality Assur-
ance Series. The work covered by the GS–1910 series involves
developing plans and programs for achieving and maintaining prod-
uct quality throughout an item’s life cycle, and monitoring opera-
tions to prevent the production of defects and to verify adherence to
quality plans and requirements. As indicated by this statement of
coverage, positions in the GS–1910 series are concerned with spe-
cific products or items, and particularly with means by which prod-
uct quality can be assured during production or manufacturing,
supply storage and preservation, as well as maintenance operations.
In contrast, QAE positions working under a Commercial Activities
(service) contract are often concerned with the proper implementa-
tion of administrative or technical procedures and policies (as in the
case of housing management), or with the technical adequacy of
individual, discrete work products (as in the case of VISC opera-
tions). This kind of work is not comparable to work involving the
continuing production or maintenance of products or items, and
does not involve a similar concern for product assurance throughout
an item’s life cycle. Consequently, for many QAE positions working
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under service contracts, the GS–1910 series is not appropriate. This
is corroborated by the Explanatory Memorandum for the GS–1910
series standard, which indicates that support services as a specializa-
tion was consciously excluded from the GS–1910 series.

b .  N o t w i t h s t a n d i n g  t h i s  g e n e r a l  g u i d a n c e  f o r  Q A E  p o s i t i o n s ,
there may be particular instances (for example, maintenance opera-
tions in a Directorate of Logistics), where use of the GS–1910 series
is appropriate. Similarly, there may be instances where jobs are
properly classifiable to related occupations (for example, GS–809
Construction Inspector, Wage Grade inspector).

c. Similar to the findings for QAE positions, COR positions gen-
erally require substantive subject matter knowledges in order to
interpret technical aspects of contract provisions, to develop techni-
cal requirements for contract modifications, and to develop overall
evaluations of contractor performance. Consequently, these jobs are
generally classifiable to the appropriate subject matter series for the
kind of work monitored.

Chapter 7
Supervisors GS

7–1. Purpose
This chapter supplements the OPM Supervisory Grade Evaluation
Guide (SGEG), Parts I and II, and provides guidance on the evalua-
tion of positions when the number of employees is reduced through
management improvement resulting from the effectiveness of super-
visors in directing work.

7–2. Effect of management improvements
As a general rule, a reduction in size of the work force supervised
brought about through the effectiveness of the supervisor without
corresponding change in volume of production or in other aspects of
supervisory responsibility, should not be a basis for reclassifying the
supervisor’s position to a lower grade.Accordingly, when evaluating
supervisory positions by use of the SGEG the following will be
observed:

a. When a supervisor generates management improvements that
result in a reduction in the number of employees supervised without
reducing workload or volume of production, credit for the number
supervised before the improvement will be retained. This principle
also applies to other factors that may be affected by a reduction in
the number of employees supervised. For example, Physical Disper-
sion may be eliminated by centralizing operations. Variety may be
reduced by eliminating work not required or of low priority, and the
credited base level of work supervised may be affected.

b. When a supervisor reduces the number of employees super-
vised, credit for the various factors in the SGEG will not be reduced
until the incumbent responsible for the improvement(s) vacates the
position, or the position no longer meets the coverage requirements
of the SGEG.

c. Improvements which the supervisor is directed to make are not
creditable. On the other hand, acceptance of staff recommendations
or advice (for example, by staffs conducting efficiency reviews, by
position classification specialist or management analyst) which re-
sults in structure improvements are creditable.

d. There may also be cases where a supervisor’s grade could be
affected as a result of that supervisor’s improvement of position
structure (and savings) which affects factors or elements, but the
number of employees supervised is unchanged. For example, the
supervisor might consolidate base level responsibilities into less
than 25 percent of the positions supervised. HQDA will advocate
OPM approval of incumbency grades in such cases. Accordingly,
MACOMs and installations reporting directly to HQDA are encour-
aged to request decisions promptly on such cases. AR 690–500,
paragraph 511.5–6b prescribes the documentation that should be
forwarded to the Commander, PERSCOM, ATTN: TAPC–CPF–FP,
Alexandria, VA 22332–0360. Pending receipt of an OPM decision,
n o  a c t i o n  w i l l  b e  t a k e n  t o  c h a n g e  t h e  c l a s s i f i c a t i o n  o f  t h e
incumbent.
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Chapter 8
Supervisors WS

8–1. General
T h i s  c h a p t e r  s u p p l e m e n t s  t h e  O P M  J o b  G r a d i n g  S t a n d a r d  f o r
Supervisors.

8–2. Grade level guidance
In the following tables (Tables 8–1, 8–2, 8–3, and 8–4), excerpts
from the OPM Standard area in the left–hand column, and Depart-
ment of the Army supplemental guidance and interpretation are in
the right–hand column.

Table 8–1
Factor I: NATURE OF SUPERVISORY RESPONSIBILITY

OPM DA

Page 5—Some Foreman jobs may have less than the full range of re-
sponsibility over work operations and subordinates. An example of such
a job is one in which the Foreman:

—operates within the limits of specific assignments, specified time re-
quirements, and prescribed methods and procedures;

—has little responsibility for determining priorities or scheduling work;

—usually plans distribution of work to subordinate workers on a
day–to–day or project–by–project basis, discussing changes in proce-
dure and sequence of work operations with his superior to obtain ap-
proval.

Where these limitations exist, the next higher trades and labor supervi-
sor usually (but not necessarily) also is a Foreman, but with the full
range of Foreman responsibility. Such a Foreman job is one or two
grades less than that shown by the Foreman grading table, depending
on the nature and extent of the limitations.

Typical of jobs within Department of the Army with less than full foreman
responsibility are those described below. Normally these jobs will be
graded one grade lower than the grade shown on the Foreman Grading
Table.

Foreman—Less than full range of foreman responsibility.
The Foreman is a supervisor of workers as in the full foreman situation

but has less responsibility for control over work operations and subordi-
nates than described for the full Foreman. There is immediate accounta-
bility for the work of nonsupervisory workers and their working leaders but
only within the limits of specific assignments, specific time requirements,
and prescribed methods and procedures.

Planning: Plans distribution of work and methods for accomplishment for
his assigned group usually on a day–to–day basis. Ordinarily only suffi-
cient work is assigned to keep an entire group occupied. Additional work
orders are assigned when existing work orders are nearly completed.
Plans individual work assignments to assure that work is accomplished in
an efficient manner.

Work Direction: Assigns work to individuals and explains work assign-
ments and any unusual steps or processes. Reassigns personnel from
one task to another as necessary to maintain even flow of work. Normally
accomplishes projects or work orders using standard or prescribed meth-
ods and procedures. Discusses changes in procedure with subordinate
and superior, determining only minor changes in procedure and sequence
of operations.

Administration: Normally administrative action and authority is less com-
plete than described for the full Foreman range of responsibility; e.g., rec-
ommends selection, rather than making final selection of workers; recom-
mends to and discusses with superior the initiation of promotion, transfer,
reassignment, and disciplinary actions prior to their initiation; resolves mi-
nor grievances but recommends resolution of more complex problems to
superior.

Page 6—The General Foreman typically is a supervisor of supervisors.
He is responsible for planning, coordinating, and directing a variety of
related work operations or functions including several units, usually
through one or more layers of supervision.

“Through one or more layers of supervision” is interpreted as meaning
through one or more layers of supervision starting at the full Foreman
range of responsibility. Within the Department of the Army, General Fore-
man positions normally will not be recognized unless the position involves
supervision over two or more foremen at the full Foreman range of re-
sponsibility.
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Table 8–2
Factor II: LEVEL OF WORK SUPERVISED

OPM DA

Page 8—Select the occupation that best reflects the nature of the over-
all work operations supervised. Usually this is the occupation that deter-
mines the primary knowledge and skill requirements of the supervisory
job.

(1) Consider the primary purpose or mission of the work operations super-
vised and identify the occupation that best reflects the nature of the over-
all work operations.

(2) Recognize only those occupations over which the job has technical
supervision. Assignment of technical supervision is considered
synonomous with accountability for the quantity and quality of the work
done.

Technical supervision requires that the supervisor have and use knowl-
edges, consistent with the level of supervision exercised, in the tech-
niques, skills, principles and methods of the occupation(s) for which he
has technical responsibility. Technical supervision includes planning work
operations, directing the flow of work, establishing performance require-
ments for the group(s) supervised, answering technical questions pres-
ented by subordinates, solving technical problems encountered, conduct-
ing training to obtain higher production or quality standards.

(3) Do not recognize an occupation which is subject to nontechnical su-
pervision. Nontechnical supervision includes maintaining discipline,
recommending disciplinary actions, keeping time, granting leave, prepar-
ing reports, dealing with employee problems, enforcing housekeeping,
making assignments and evaluating performance in terms of end results
rather than techniques.

(4) Do not recognize an occupation that comprises a very small percent-
age of the total workforce unless this occupation best reflects the nature
of the overall work operations supervised. It is not likely that an occupa-
tion which represents a very small percentage of the total work group will
meet this requirement.Normally the line of work selected will constitute a
significant portion of the work of the unit supervised.

(5) Do not recognize an occupation that is service or support to the ac-
complishment of the primary mission, such as motor vehicle operation
where the primary function is warehousing; parts keepers in a mainte-
nance shop; tool making where the primary mission is manufacture of ma-
chined parts.

(6) Do not recognize an occupation comprised of jobs such as Production
Planner and Inspector when they involve, for example, planning for prod-
ucts produced by the supervisor’s subordinates. Such jobs represent a
delegation of supervisory responsibilities and do not carry out directly ac-
complishment of the primary function(s)for which the supervisor is respon-
sible.

Page 9—Determine the nonusupervisory grade which best reflects the
difficulty and complexity of the overall work operations supervised. Usu-
ally this is the grade of the highest level nonsupervisory employees who
are supervised and who, under normal job controls, perform the work of
the occupation selected above.

Note. Care must be used to make certain that the grades of the subordinate jobs
really reflect the level and complexity of the work operations supervised and their
effect on the difficulty and responsibility of the supervisor’s position. For example,
if non–supervisory jobs have been given a higher grade for “shift” or
“watch”responsibility the extra grade should not be counted in determining the
level of work supervised.

The appropriate grade level normally is the same as the level of journey-
man jobs that are established in the organization and are performing the
work of the occupation selected as the one best reflecting the nature of
the overall work operations supervised.

(1) Do not recognize as level of work supervised, the level of positions
which are not technically supervised.

(2) If nonsupervisory jobs have been given extra grade credit for “shift,”
“watch,”“leader,” “project,” or similar type responsibility, the extra grade
should not be counted in determining the level of the work supervised.

(3) If extra grade credit has been given because of lack of normal supervi-
sion, the extra grade will not be credited in determining the level of work
supervised.

(4) If extra grade credit has been given to recognize some unusual cir-
cumstances, thus establishing a superjourneyman situation, the extra
grade will not be counted in determining the level of work supervised un-
less it can be clearly demonstrated that this is the grade that is the best
measure of overall work operations technically supervised.

Page 9—When two or more separate occupations involving different
levels of work are found to reflect equally the overall nature of the work
operations supervised, use the occupation with the highest grade work
to determine the level of work supervised. However, the level of work
supervised should not be raised solely on the basis of a variety of
occupations involving the same level of work.

Variety of occupations supervised whether related or unrelated will not
serve to raise the grade used as the level of work supervised.
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Table 8–2
Factor II: LEVEL OF WORK SUPERVISED—Continued

OPM DA

Pages 9 and 10—The grade arrived at by these steps is normally the
“level of work supervised” for purposes of determining the grade of a su-
pervisory job. However, in certain very unusual situations, the difficulty
and complexity of the overall work operations supervised may not be
accurately reflected in the grades of any of the subordinate nonsuper-
visory jobs.

A higher constructed level is to be used only in very unusual situations
which fully meet the criteria of the OPM standard. it will be used only
when it can be demonstrated that at least the same demands are made of
the supervisor that would be made if the work had not been simplified.

Specifically, there are exceptional situations in which the full perform-
ance level that is normal for the work operations involved is reflected in
none of the jobs supervised, e.g.—

—when jobs have been redesigned to make more effective use of skills
available in the labor market;

—when the nonsupervisory jobs are made less demanding because of
technological changes, but the demands on the supervisory job have
not been lessened;

—when all of the employees supervised are in training (e.g., appren-
tices).

Thus, in the special situations listed above, it may be necessary to con-
struct a grade which represents the full performance level of the kind of
work involved. Such a constructed level is the grade that would be ap-
propriate if the employees were performing the range of work normal for
the operation supervised. Use of the constructed grade is warranted in
these exceptional situations only if a proper level is not reflected in the
grades of the subordinate jobs.

Table 8–3
Factor III: SCOPE OF WORK SUPERVISED

OPM DA

Page 10—To measure the scope of work operations directed, the num-
ber of employees supervised is used as a common yardstick.

The number of subordinate positions authorized and in existence is nor-
mally the measure to be used as number of employees supervised.

Page 10—Count all workers for whose work the supervisor is accounta-
ble. This includes subordinate supervisors, leaders, and nonsupervisory
employees on all shifts for which the supervisor is responsible.

In some situations this also includes workers who are not civilian Fed-
eral employees such as patients or inmates of institutions, military per-
sonnel and others. However, such workers should be counted at full
value (on a one for one basis) only:

—where they are supervised on a substantially full–time basis as a reg-
ular and recurring part of the supervisory job; and

—where, in comparison with supervision of the same work performed by
a similar number of civilian Federal employees, there are substantially
the same level of difficulty of supervision, authority for work direction,
and responsibility for achieving the same standard of quantity and qual-
ity of work.

In the case of military personnel, assignments are often only part time.
Therefore a determination must be made as to how many full time civilian
positions would be required to perform the amount of work done by the
military personnel. Presence of part time civilian employees will be han-
dled similarly.

Page 11—Where the number of workers supervised changes up or
down over a period of time, use the average numbers of employees
(“mandays”) supervised per day during a normal work cycle. (Usually
this is a period of 6 months to a year. However, the work cycle may be
shorter, for example, 3 months, where changes in the number of subor-
dinates supervised reflect regularly recurring seasonal changes in work
load.)

This includes employees who are actually supervised during the normal
work cycle (exclude information concerning what might exist). Jobs
regularly involving fluctuations in number of workers supervised generally
will have an average figure for number of employees supervised rather
than an actual figure.

Page 11—When the number of subordinates supervised falls between
two ranges, a determination must be made as to which one of the two
possible ranges will result in proper grade alinement for the job in com-
parison with other supervisory positions.

New positions—In establishing new positions, initially select the lower
range. Normally, a new position will be evaluated by use of this range.
Consider alinement with other existing and closely related positions (that
fall within the established work ranges).
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Table 8–3
Factor III: SCOPE OF WORK SUPERVISED—Continued

OPM DA

Page 11—In making this determination, consider the extent to which a
difference or change in the number of employees supervised relfects a
significant difference or change in workload, and in the difficulty and
complexity involved in supervising the work (for example, in planning,
coordinating or scheduling).

If use of the lower range results in misalinement which would create man-
agement problems, the higher range may be used but this would be only
in exceptional cases where alinement clearly dictates the exceptional
treatment.

Workforce change—As an organization is expanding and it is determined
that this is not a temporary situation, the grade of the position normally
will not be changed because of change in number of employees super-
vised until the numbers reach the next higher range.

As the workforce of an organization decreases, the grade of the position
normally will not be changed because of change in number of employees
supervised as long as the number falls between the workforce ranges.
When the position drops within the next lower range and when it is deter-
mined that this is not a temporary situation, action will be taken to make
the appropriate grade change.

Page 10—For example, in applying this factor, judgement must be used
to avoid rewarding poor supervision that has resulted in an increased
work force, or penalizing a supervisor whose effectiveness in directing
work operations has resulted in a decrease in the size of the work force
involved.

In using the number of positions authorized and in existence, it is on the
premise that this is the number established by management as needed to
carry out the operation. When questions arise, the number should be che-
cked for validity with the appropriate authorizing authority.

As a general rule, a reduction in size of the workforce supervised, brought
about through the effectiveness of the supervisor without corresponding
change in volume of production or in other aspects of supervisory respon-
sibility, should not be a basis for reclassifying the supervisor’s position to
a lower grade.Accordingly, when a supervisor generates management im-
provements which result in a reduction in the number of employees su-
pervised without reducing workload or volume of production, credit for the
number supervised before the improvement will be retained. This credit
will be retained until the incumbent responsible for the improvement(s) va-
cates the position, or the position no longer meets the coverage require-
ment of the JGS for Supervisors.

Improvements which the supervisor is directed to make are not creditable.
On the other hand, acceptance of staff recommendations or advice (for
example, by staffs conducting efficiency reviews, by position classification
specialists or management analysts) which result in structure improve-
ments are creditable.

There may also be cases where a supervisor’s grade could be affected as
a result of that supervisor’s improvement of position structure (and sav-
ings) which affects factors of elements, but the number of employees
supervised is unchanged. For example, the supervisor might consoli-
date base level responsibilities into less than 25% of the positions super-
vised.HQDA will advocate OPM approval of incumbency grades in such
cases. Accordingly, MACOMs and installations reporting directly to HQDA
are encouraged to request decisions promptly on such cases. AR
690–500, 511.5–6b prescribes the documentation that should be for-
warded to PERSCOM (TAPC). Pending receipt of an OPM decision, no
action will be taken to change the classification of the incumbent.

Table 8–4
GRADING TABLES

OPM DA

Page 12—Each grading table shows the supervisory grades for jobs
that meet the full range of responsibility involved, as defined in this
standard for Foreman and General Foreman.

Page 13—However, when a supervisor reports to a superior who also
falls within the same range of supervisory responsibility * * * the supervi-
sor’s job is one or more grades less than that shown by the applicable
grading table.

A Foreman who reports to a Foreman or a General Foreman who reports
to a General Foreman will always be evaluated at least one grade lower
than the grade shown on the applicable grading table.

In instances where the next higher supervisory position is a military or
Class Act position containing some Wage Grade Supervisory work, deter-
mination should be made as to equivalent Wage Grade Supervisory cate-
gory, and adjustment should be made (as appropriate) as provided
above.
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Table 8–4
GRADING TABLES—Continued

OPM DA

Page 13—When a supervisor otherwise has less than the full range of
supervisory responsibility defined in the standard, the supervisor’s job is
one or more grades less than that shown on the applicable grading ta-
ble.

If a Foreman or General Foreman has less than the full range of supervi-
sory responsibility the job will be evaluated at least one grade lower than
the grade shown on the applicable grading table regardless of whether
the individual reports to a superior in the same or higher range of supervi-
sory responsibility.

Normally a one grade subtraction from the grade shown on the appropri-
ate grading table will be appropriate in the case of the supervisor report-
ing to a superior in the same range of responsibility, a supervisor who has
less than the full range of supervisory responsibility, or a combination of
the two. However, in unusual circumstances, a subtraction of more than
one grade may be appropriate. For example, in the event the position is
under two levels of supervision that fall within the same range of supervi-
sory responsibility (foreman to foreman to foreman) or in the event sub-
stantially less than normal responsibility is assigned, subtraction of more
than one grade may be appropriate. Such determination will be made by
comparison to and against the more commonly found job situations.

Page 15—Scope of Work Operations Supervised up to 35. General Foreman jobs in this range are not expected to be found in the
Department of the Army.

Page 10—(Where possible to help make these judgements, a record
should be established for each supervisory job at the time this standard
is first applied, including such data as the current volume of production,
tools, equipment and facilities used.)

Separate evaluation statements will be prepared for jobs evaluated by
use of this standard. A format such as that illustrated in figure 8–1 is sug-
gested. Narrative explanation will be provided for any factor evaluation or
final determination that is not clearly supported by reference to the job
description.Volume of production should be recorded where possible.
Manpower data resulting from the most recent manpower survey may
provide pertinent production information.

Figure 8-1. Format for evaluation statement

Chapter 9
WG–5402 Boiler Plant Operator Positions

9–1. General
This chapter supplements the OPM standard for the Boiler Plant
Operator, WG–5402, issued in September 1969.

9–2. Grade level guidance
The WG–5402 standard indicates that the size of the plant has a
direct relationship to the nature and degree of skill and knowledge
required and the responsibility involved in performing the work.
The larger plant normally involves the use of more powerful equip-
ment requiring the operator to have more knowledge of how to use
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the equipment and a greater responsibility to use the equipment to
produce a greater amount of steam or high temperature water.

9–3. Boiler Plant Operator, WG–11
Based on the above criteria, the Department of the Army has ex-
tended the grades for Boiler Plant Operator, positions located in the
largest and most complex plants found in the Army. A full perform-
ance operator, without shift responsibility, in plants comparable to
those described below is properly evaluated at the WG–11 grade
level.

a. This level involves attendance of control panels or a bank of
consoles controlling a large fully automatic boiler plant. This type
plant may produce high pressure steam or high temperature water.
The total plant capacity exceeds 200 million BTUs per hour or 200,
000 lbs. of steam per hour. Boilers are generally of the high–heat
release types requiring particular attention to boiler feedwater treat-
ment. Typical examples of plants in this class include:

(1) A high temperature, 454 F, high pressure (440 psi) hot water
heating plant characterized by the need to maintain a differential of
30 F between expansion tank temperature and pump discharge tem-
perature, which requires a blending of return water,380 °F into 450
°F water;

(2) A high pressure steam plant operated at over 125 psi, which
generates steam for a group of buildings served by a complex steam
distribution system; and

(3) A high pressure steam plant operated at a pressure exceeding
250 psi with superheat, which generates steam for operating turbines
to drive electric generators. The steam is also used to heat a group
of buildings or for processes in manufacturing facilities served by a
complex steam distribution system.

b. Characteristic of this level is a requirement for the knowledge,
skill and ability to operate all types of components and associated
equipment found in a large and complex boiler plant. Typical equip-
ment in such plants include some of the following components and
associated equipment in addition to those typical of the lower levels:
more complex combustion and safety controls; overhead fuel stor-
age bunkers for coal handling; complex coal and ash conveying
systems; pulverizers, pressure and safety controls on large air com-
p r e s s o r s ;  c o n d e n s i n g  a n d  n o n c o n d e n s i n g  s t e a m  t u r b i n e s ;  s u p e r -
h e a t e r s ;  a i r  p r e h e a t e r s ;  l a r g e  h e a t e d  f u e l  o i l  s t o r a g e  t a n k s  a n d
pumping sets; emergency electric power generators shell and tube
condensers; condenser water cooling spray ponds, lagoons, or forced
air cooling tower; desuperheater; or complex water treating systems
such as demineralizers; and hydrogensodium zeolite, hot lime phos-
phate or dealkalizers.

c. Table 9–1 is an amended version of the Job Grading Table in
t h e  O P M  s t a n d a r d ,  w h i c h  a d d s  p l a n t  c a p a c i t y  c r i t e r i a  f o r  t h e
WG–11 level.

Table 9–1
Job Grading Table—Boiler Plant Operator (Revised Plant
Capacity)

Plant capacity in pounds Boiler Plant
of steam per hour Operator grade

3,450 but less than 14,000 8
14,000 but less than 100,000 9
100,000 but less than 200,000 10
200,000 or more 11

Notes:
Jobs will not be evaluated to the WG–11 level based solely on plant capacity. In
order to justify this grade level the Boiler Plant Operator must be working in one
of the types of plants mentioned as characteristic of this grade level.

Chapter 10
Pay Category Guidance for Positions Involved in
Production Facilitating Activities

10–1. General
Differentiating positions in the Production Facilitating Pay Plan
(PFPP) from positions in the General Schedule is one of the most
difficult of pay category determinations. Environmental factors such
as working relationships with other jobs, nature of the product or
service, normal lines of career progression, equitable pay relation-
ships with other positions in the immediate organization, and man-
agement intent in creating the job must be examined and considered
in determining the proper pay category.

a. The PFPP was adopted by OPM in 1972 based on the advice
of the National Wage Policy Committee. This pay plan is intended
to cover only a specified group of FWS jobs. At the time the pay
plan was adopted most of these jobs were located in the Department
of the Navy. The plan restored and maintained pay relationships
between production facilitating employees and their wage supervi-
sors in the Department of the Navy. Introduction of the plan within
Army was mandated by OPM classification appeal decisions.

b. The basic OPM guidelines concerning production facilitating
jobs are incorporated in Federal Personnel Manual (FPM) Supple-
ment 532–1, Subchapter 11–3, Special Pay Plan for Production
Facilitating Positions and FPM Supplement 512–1, Key Level Defi-
nitions for Production Facilitating Positions.

10–2. PFPP inclusion criteria
a. A primary requirement for placement in the PFPP is that the

career progression is exclusively from and normally to other trades
positions. Therefore, when an employee satisfactorily performs all
assigned functions, but does not meet this requirement, the position
will not be placed in the PFPP. This would apply to other positions
in the immediate organization performing similar assignments. In
other words, journeyman trade and craft experience must be the
only way to gain qualifying experience. If individuals such as engi-
n e e r s ,  e q u i p m e n t  s p e c i a l i s t s ,  e n g i n e e r i n g  t e c h n i c i a n s ,  t r a d e s  a n d
crafts specialists at less than a journeyman level, and other related
fields can obtain sufficient knowledge of buildings, roads, grounds,
and utility repair and construction practices, or of manufacturing
operations, to satisfactorily perform duties as well as candidates
with journeymen trades and crafts experience, the position will not
be classified to the special pay plan.

b. Another requirement for placement in the PFPP is that the
duties must substantially match a Key Level Definition. A clear
understanding that Key Level Definitions are not classification or
grading standards is essential. The pay plan was never intended to
cover jobs having similarities to the Key Level Definitions identi-
fied in FPM Supplement 512–1. The position’s duties and responsi-
bilities must substantially match key characteristics in scope and
level of skill. If they do not, the position is not covered by the pay
plan. Examples are illustrated as follows:

(1) Positions performing duties similar to Planner and Estimators,
but planning only for the material and equipment requirements for
overall repair of facilities, aircraft, of ordnance, are excluded from
the pay plan because they do not match a Key Level Definition.
Since these positions do not involve determining facilities, equip-
ment, material, and personnel requirements, they are not covered by
the plan.

(2) Supervisory positions performing typical supervisory func-
tions listed in key level definitions, but supervising substantially less
(e.g., 4) than the number of employees specified in Key Level
Definition 013 are not covered by the plan.

( 3 )  P o s i t i o n s  p e r f o r m i n g  d u t i e s  s i m i l a r  t o  a  P r o d u c t i o n  S h o p
Planner but limited to determining proper work areas, scheduling
the work within shops and ensuring materials are on hand for ac-
complishment of work are excluded from the pay plan. Since the
positions do not determine materials and equipment needed to ac-
complish the work nor initiate procurement of the materials, they do
not meet the key level definition in scope and are not covered by
the plan.
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(4) Positions identified as trainee or developmental are not appro-
priate for this pay plan.

c. The final requirement for placement in the PFPP is that the
paramount requirement of the position is journeyman trade or craft
k n o w l e d g e  a n d  e x p e r i e n c e s  a n d  t h e  e m p l o y e e  m u s t  u t i l i z e  t h i s
knowledge and experience in the performance of the assigned du-
ties. Even if career progression has been from journeyman trades
positions and the duties are a substantial match to a Key Level
Definition, the position may be excluded from the pay plan because
the journeyman trade experiences and knowledges are not an abso-
lute requisite for satisfactory performance.

d. OPM’s determination that the “core duties”performed by cer-
tain Air Force employees in the Civil Engineering Squadrons were
not included in the special pay plan was based primarily on this
requirement.

(1) These “core duties” were summarized by OPM as follows:
( a )  F a c i l i t i e s  i n s p e c t i o n s .  I n  a c c o r d a n c e  w i t h  a  s c h e d u l e

developed by the incumbent conducts facility inspections. Prior to
the onsite inspection, the planner reviews the facility file in order to
be familiar with recently accomplished, ongoing or proposed ac-
t i o n s ,  i . e . ,  j o b  o r d e r s ,  w o r k  o r d e r s ,  r e c e n t  o r  p r o p o s e d  t e n a n t
changes, etc. While on inspection, the planner identifies major work
requirements which are necessary to keep the facility at standard, or
return it to standard. These requirements include changes brought
about by revisions in national building codes, OSHA standards, Air
Force (AF) regulations, etc. The planner discusses identified re-
quirements with the facility manager, shop foremen, engineers, fire
and safety personnel, etc. Emergency repairs are processed immedi-
ately; non–emergency repairs are written up. On the basis of the
onsite survey, the planner develops preliminary labor and material
cost estimates, and prepares simple shop diagrams, if necessary.

(b) Processing the work order (W/O) and work request (W/R).
Our original summary for W/O included several duties which cannot
be substantiated based on our current understanding of the position.
For example, the planner does not provide detailed step–by–step
planning for each work center, i.e., “how to” instructions. The plan-
ner must be able to visualize the type of work required, and prop-
e r l y  s e q u e n c e  t h e  w o r k  c e n t e r s  ( s h o p s )  t o  a v o i d  i d l e  o r
nonproductive “wait time.” The planner must, therefore:

1. Know what work centers (shops) are required on a given job.
2. Know what tasks each work center can perform.
3. Plan the most efficient sequence of work. (e.g., carpenters

(task 1), electrician (task 2), sheetmetal shop (task 3), mason (task
4 ) ,  e l e c t r i c i a n  ( t a s k  5 ) ,  c a r p e n t e r  ( t a s k  6 ) ,  p a i n t e r  ( t a s k  7
completion).

4. Estimate the cost of manpower and material.
5. Select and order the appropriate equipment and material to

complete the job.
(c) In planning a particular job, the planner must be cognizant of

pertinent building codes and OSHA standards. They must be able to
determine the size, gauge and capacity of the materials needed to
ensure adequate operation, safety and efficiency. In planning minor
construction for example, the planner must be able to advise shop
personnel on the type of bracing required to remove or work on a
stress wall. This information can be obtained from discussions with
engineering personnel, or by reference to engineering and architec-
tural texts. In planning an electrical job, for example, the planner
must be capable of determining the proper gauge of wire, as well as
the capacity and type of switches or outlets to use based on an
analysis of voltage, load, and power available.

(2) OPM’s conclusion was that the paramount requirement of the
above “core duties” is a general knowledge of a variety of shop
operations and the ability to translate this knowledge into plans,
estimates of manpower and material costs and operational work
sequences applicable to the repair or service required. This work is
characteristic of work covered by the General Schedule.

e. Trades knowledge can thus be determined to be secondary to
administrative planning knowledge when planning is performed for
work in a trade or a group of trades not requiring the incumbent to

have full journeyman level knowledge and experience in the pri-
mary trade or trades for which planning is performed. When a
qualification requirement states that journeyman level knowledge
and skill in “any trade” is required, the position will not be classi-
fied to the pay plan. The ability to utilize employees across occupa-
t i o n a l  l i n e s  i s  a n o t h e r  i n d i c a t i o n  t h a t  a d m i n i s t r a t i v e  a n d  n o t
journeyman trades knowledge is paramount. For example, knowl-
edge and experience as a journeyman electrician or pipefitter does
not necessarily indicate that the employee can plan and estimate
work orders involving a variety of shops including electric, plumb-
ing, painting, carpentry, sheetmetal, etc. If journeyman experience
were required, assignments would have to be segmented so that a
work order would be channeled to many “experts,” in order to plan
and estimate the variety of work sequences which cross over multi-
ple shop operations.

f. Knowledge of trades is paramount when the incumbent is re-
quired to have journeyman level knowledge and experience in the
primary occupation(s) for which planning is performed. An illustra-
tion of planning for the primary occupation is a position which
plans all sheetmetal repairs and modifications on aircraft where the
journeyman level skills in the sheetmetal trade is predominant. This
position involves a detailed inspection of the aircraft structure, as-
sembly and all sheetmetal components to evaluate the overall condi-
t i o n  o f  a i r c r a f t ,  i d e n t i f y  a l l  n e c e s s a r y  r e p a i r  a n d  m o d i f i c a t i o n s
necessary to return the aircraft to a serviceable condition and pre-
pare detailed plans for accomplishment of the work by journeyman
level sheetmetal mechanics. Plans are developed based on the expe-
rience and knowledge gained as a journeyman sheetmetal mechanic
rather than based on a knowledge and use of production standards,
work measurement data, established labor and/or material require-
ments lists and other administrative guides.

10–3. Clarifying OPM guidance
For additional clarification on the criteria for inclusion in the PFPP,
HQDA asked OPM for guidance on two questions concerning those
criteria, and for advisory opinions on the proper classification of six
representative jobs.

a. Question: What percent of time must be devoted to the more
complex planning and estimating work in order to support including
a job in the PFPP?

(1) OPM discussion. The purpose of the PFPP was to “freeze”
the then current Navy practice for setting the pay of certain of its
wage positions in production facilitating occupations.

(a) The percent of time the applied prior trades experience was at
the journeyman rather than subjourneyman level was not a consider-
ation in the Navy system, so long as prior journeyman level knowl-
edge and experience was required and applied on a regular and
recurring basis. (For ease of reference, we use journeyman level to
refer to experience at the journeyman level of a recognized skilled
trade or craft, or at the full skill level of other wage occupations.)

(b) However, percent of time was a consideration in relation to
application of wage knowledges and experience (in contrast to treat-
ment of the level of such knowledges and experience). Specifically,
a substantial proportion of the position’s time had to consist of
planning, estimating, etc., work in a basic trade or craft, or in a
group or related trades; and the assignments were such that, a
considerable proportion of the employee’s decisions could not be
made without application of knowledge and experience in a specific
trade or craft involved, and a general knowledge of associated
trades.

(2) OPM advisory opinion. Provided such work is a regular and
recurring part of the position, the percent of time, in itself, that a
position involves planning and estimating journeyman, as distin-
guished from subjourneyman, level work is not a consideration in
deciding whether a position is covered by the PFPP. Once the
journeyman requirement is satisfied, what is vital is that the need for
trades or craft experience be reflected in much of the planning and
estimating work. It must be reflected both in terms of proportion of
decisions that draw heavily on trades or craft experience.

(3) HQDA guidance.
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(a) With regard to percentage of time, OPM indicates that the
need for trades or craft experience must be reflected in much of the
planning and estimating work. This must be reflected both in terms
of the proportion of time spent in work requiring trades or craft
experience (not necessarily at the journeyman level), and the propor-
tion of decisions that draw heavily on trades or craft experience.
Planning and estimating for sub–journeyman level work could be
performed by individuals having a practical knowledge of the trades
(such as would be acquired by an Engineering Technician, for ex-
ample). Consequently, only the time spent in planning and estimat-
ing journeyman level work should be credited toward meeting the
criteria concerning the proportion of work that requires application
of trades or craft knowledge and experience. The OPM decisions on
two of the jobs (see JN 1 (figs 10–1 through 10–3) and JN 2 (figs
10–4 through 10–6)) illustrate the application of these criteria to
specific situations. In the case of JN 1, OPM concludes that plan-
ning and estimating journeyman level work for ten percent of the
time does not meet the requirement that a considerable proportion of
the decisions made by the employee must require application of
knowledge and experience in a specific trade or craft. On the other
hand, OPM concludes that JN 2, which involves planning and esti-
mating journeyman level work for 25 percent of the time, meets the
criteria for inclusion in the PFPP. Accordingly, positions should
involve planning and estimating journeyman level work in a single
trade or group of related trades for at least 25 percent of the time in
order to be credited as meeting the requirement that a considerable
p r o p o r t i o n  o f  t h e  i n c u m b e n t s ’  d e c i s i o n s  r e q u i r e  a p p l i c a t i o n  o f
knowledge and experience in a specific trade or craft. Moreover, for
any position determined to meet this requirement, the job descrip-
tion and evaluation statement should fully document the journeyman
level work, including examples, which support that determination.

(b) In the case of JN 3 (figs 10–7 through 10–9), OPM concludes
that the job is not covered by the PFPP, even though it involves
planning and estimating journeyman level work for 100 percent of
the time. The OPM decision in this case re–emphasizes that posi-
tions must meet the full criteria for the PFPP, as specified in FPM
Supplement 532–1, S11–3, including the requirement that they sub-
stantially match the key characteristics of the applicable Key Level
Definition, to be included in the pay plan.

b. Question. What trade occupations can be considered to be so
closely related that journeyman experience in one is sufficient back-
ground to perform the planning and estimating for the more com-
plex work in the other trades?

(1) OPM discussion. In order to answer this question usefully, we
consider it necessary to describe in some detail the parameters of
the issues we will address.

(a) Army’s question is asked within the context of positions
involved in planning and estimating journeyman level work, includ-
ing positions involving journeyman Plumber work, 4206 (JN 1, 2,
and 3) and positions with a mix of journeyman level work in four
trades: Pipefitter, 4204; Plumber, 4206; Boiler Plant Equipment Me-
chanic, 5309; and Air Conditioning Equipment Mechanic, 5306 JN
4 (figs 10–10 through 10–12), JN 5 (figs 10–13 and 10–14), and JN
6 (figs 10–15 through 10–17).

(b) All but two of these same positions include varying percent-
ages of time planning and estimating subjourneyman work in vari-
ous trades. The two exceptions have planning and estimating solely
for journeyman level work. They are JN 3 (focusing exclusively on
journeyman Plumber work) and JN 6 (focusing exclusively on jour-
neyman work that consists of a mix of journeyman work in all of
the four trades specified).

(c) The duty of planning and estimating subjourneyman work
that is a part of some of these positions is not germane to this
discussion. The documentation indicates that in these particular po-
sitions planning and estimating the subjourneyman work can be
done through application solely of a General Schedule background.
This fact clearly excludes such work, not only from the PFPP, but
also from the Federal Wage System. As the real issue in Army’s
question pertains to coverage under the PFPP, we will address only

those issues relevant to such coverage. Further, we will address only
that aspect of paramount qualifications required for which the work
planned and estimated is an indicator. We do not address here the
other PFPP indicators that also must be met, including matching a
Key Level Definition and career progression. It is not feasible to
address here the whole universe of position types that primarily
consist of planning and extimating a mix of journeyman level work.
The documentation submitted expresses Army’s understanding that
some trades are so clearly unrelated that a journeyman in one could
not be expected to move directly to plan and estimate journeyman
work in the other trade(s) in the manner intended for coverage under
the PFPP. Army gives as an example, Carpenter and Electrician. We
agree. Similarly, Army recognizes that some trades are so closely
related that a journeyman in one could easily move directly to a
position that requires planning and estimating journeyman level
work in the other trade(s) in a manner covered by the PFPP. Army
gives as an example, Plumber and Pipefitter. Again, we agree.

(d) Further, we are sure the Army recognizes that, regardless of
the relatedness of the occupations, situations can exist where the
guidelines are so comprehensive that the planning and estimating of
journeyman level work can be done by an employee having no trade
experience. Such work is General Schedule in nature.

(e) Accordingly, our answer to Army’s question will focus on the
combination of the four journeyman level trades identified in the
sample jobs: Pipefitter, 4204; Plumber, 4206; Boiler Plant Equip-
ment Mechanic, 5309; and Air Conditioning Equipment Mechanic,
5306.

(f) Concerning these four trades, our view is that Pipefitter, 4204;
Plumber, 4206; and Boiler Plant Equipment Mechanic, 5309 are
closely enough related in terms of basic knowledges that an em-
ployee having prior journeyman level experience in any one of the
three trades is able to plan and estimate journeyman work in the
other two as well by bringing to bear primarily the journeyman level
experience in his own background. When application of such prior
journeyman level experience is the paramount requirement of a
position (and the other PFPP characteristics are met) the position is
a PFPP position. Our view is that the fourth trade (Air Conditioning
Equipment Mechanic, 5306) is so different from the other three that
acquisition of journeyman knowledges, skills and abilities as an Air
Conditioning Equipment Mechanic does not enable the employee to
function in a PFPP situation. Again, that PFPP situation is one
where the paramount requirement for planning and estimating jour-
neyman work in the other three trades is application of the knowl-
edges and skills gained through the journeyman trades experience of
the employee’s background. In our discussion of JN 5 and JN 6 we
list what we consider basic differences between the knowledges and
skills of Air Conditioning Equipment Mechanic, on the one hand,
and the other three trades. Fundamental skill and knowledge differ-
ences such as those listed in the discussion result in the paramount
requirement of the position being something other than application
of the employee’s prior journeyman level experience.

(g) In summary, the Pipefitter (4204), Plumber (4206), Boiler
Plant Equipment Mechanic (5309) are close enough to each other in
basic skills and knowledge requirements to permit the possibility of
creating a PFPP planner and estimator position involving journey-
man work in these 3 occupations (if the other PFPP characteristics
are met); and the Air Conditioning Equipment Mechanic (5306) is
different from the three trades in the preceding paragraph. It is so
different in fundamental skills and knowledge requirements that we
don’t consider it practicable to create a PFPP planner and estimator
position based on application of Code 5306 journeyman level expe-
rience to the planning and estimating of journeyman level work in
all four trades.
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Figure 10-1. JN1
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Figure 10-1. JN1—Continued
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Figure 10-2. DA evaluation statement—JN1
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Figure 10-2. DA evaluation statement—JN1—Continued
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Figure 10-3. OPM advisory opinion—JN1
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Figure 10-3. OPM advisory opinion—JN1—Continued
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Figure 10-3. OPM advisory opinion—JN1—Continued
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Figure 10-4. JN2
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Figure 10-4. JN2—Continued
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Figure 10-5. DA evaluation statement—JN2

100 DA PAM 690–45 • 19 March 1990



Figure 10-5. DA evaluation statement—JN2—Continued
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Figure 10-6. OPM advisory opinion—JN2
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Figure 10-7. JN3
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Figure 10-8. DA evaluation statement—JN3
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Figure 10-8. DA evaluation statement—JN3—Continued
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Figure 10-9. OPM advisory opinion—JN3
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Figure 10-9. OPM advisory opinion—JN3—Continued
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Figure 10-10. JN4
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Figure 10-10. JN4—Continued
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Figure 10-11. DA evaluation statement—JN1
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Figure 10-11. DA evaluation statement—JN4—Continued
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Figure 10-11. DA evaluation statement—JN4—Continued
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Figure 10-12. OPM advisory opinion—JN4
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Figure 10-12. OPM advisory opinion—JN4—Continued
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Figure 10-12. OPM advisory opinion—JN4—Continued
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Figure 10-12. OPM advisory opinion—JN4—Continued
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Figure 10-13. JN5
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Figure 10-13. JN5—Continued
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Figure 10-14. DA evaluation statement—JN5
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Figure 10-14. DA evaluation statement—JN5—Continued
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Figure 10-14. DA evaluation statement—JN5—Continued
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Figure 10-15. JN6
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Figure 10-16. DA evaluation statement—JN6
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Figure 10-16. DA evaluation statement—JN6—Continued
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Figure 10-17. OPM advisory opinion—JN5 and JN6
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Figure 10-17. OPM advisory opinion—JN5 and JN6—Continued
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Figure 10-17. OPM advisory opinion—JN5 and JN6—Continued
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Figure 10-17. OPM advisory opinion—JN5 and JN6—Continued
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Figure 10-17. OPM advisory opinion—JN5 and JN6—Continued
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Glossary

Section I
Abbreviations

AMAS
Annual Training, Active Duty Training Man-
agement and Accounting Subsystem

B&G
Buildings and Grounds

BTU
British thermal unit

CAO
Central Accounting Office

CONUS
continental United States

COR
contracting officer’s representative

DREPO
Designated Reserve Processing Office

DSSN
Multiple Disbursing Station Symbol Number

EP&S
Engineering Plans and Services

ERM
Engineering Resources Management

F&AO
Finance and Accounting Office

FES
Factor Evaluation System

GIN
Governmental–in–nature

JN
job number

NAF
nonappropriated fund(s)

NAFISS
Nonappropriated Fund Information Standard
System

OCONUS
outside continental United States

OMAR
Operation and Maintenance, Army Reserve

OPM
Office of Personnel Management

OSHA
O c c u p a t i o n a l  S a f e t y  a n d  H e a l t h
Administration

PBAC
Program Budget Advisory Committee

PCS
permanent change of station

PFPP
Production Facilitating Pay Plan

PSI
per square inch

QAE
Quality Assurance Evaluator

RPA
Reserve Pay Army

STANFINS
Standard Financial System

STARCIPS
Standard Army Civilian Pay System

STARFIARS
Standard Army Financial Inventory Account-
ing and Reporting System

TDA
tables of distribution and allowances

TDY
temporary duty

TOE
table(s) of organization and equipment

VI
Visual Information

VISC
Visual Information Support Center

Section II
Terms
This section contains no entries.

Section III
Special Abbreviations and Terms
There are no special terms.
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Index
T h i s  i n d e x  i s  o r g a n i z e d  a l p h a b e t i c a l l y  b y
topic and by subtopic within topic. Topics
a n d  s u b t o p i c s  a r e  i d e n t i f i e d  b y  p a r a g r a p h
number.

Boiler plant operator, 9–1
Buildings and grounds, 5–1b
Budget analyst, 3–6b
Budget officer, 3–6a

Central accounting office, 2–2a
Commercial activities, 6–1
Contracting officer’s representative, 6–5

Engineering plans and services, 5–1d
Engineering resources management, 5–1c

Housing manager
at CONUS installation, 4–2a
at OCONUS installation, 4–2b
at USAREUR subcommand, 4–2c
in a contracted situation, 6–2

Installation accountant, 2–2a

Pay category determination, 10–2
Production facilitating, 10–1

Quality assurance evaluator, 6–5

Supervisors
under General Schedule, 7–1
under Federal Wage System, 8–1

Utilities, 5–1a

Visual information, 6–3
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